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Abstract 


Job satisfaction is important as it informs the Human Resource department whether work is still 
meaningful at pre-retirement stage. Career transition variables promoting positive job-related 
attitude have not been appraised in available literature. This study perused the relationships 
between job satisfaction and career transition variables among civil servants nearing retirement 
in Lagos state. The study was a quantitative study which utilized the cross-sectional survey 
strategy to collect the data. One hundred and seventy-five (175) employees from selected 
ministries were sampled through a multi-stage sampling method. The research instrument was 
a self-report questionnaire and method of data analysis includes descriptive statistics and PPMC 
correlation analysis tested at ps0.05. Career transition readiness, self-esteem, and self-efficacy 
relate to elevated job satisfaction. In addition, career support, control and decision correlated 
with low job satisfaction. Ultimately, the study demonstrated that being confident and 
preparedness for future roles increases job satisfaction at twilight of civil servants’ career. The 
implications for employees close to retirement were discussed. 


Keywords: job satisfaction, career transition readiness, self-efficacy, self-esteem, Lagos State 
public service. 


1. Introduction 


Nowadays organizations are compelled to handle two connected challenges: 
maintaining actively performing personnel and, increasing employees’ well-being and job 
satisfaction beneath conditions of increase of job demand, in age diverse population (Guglielmi et 
al., 2016). It is instructive that being close to retirement influences employees’ perceptions and 
evaluation of their job, distinctive desires, values and expectations that they think are vital to them 
(Drabe, Hauff & Richter, 2014; Guglielmi et al., 2016). A key side of personnel management is 
developing an understanding of way to inspire and satisfy older workers, since extremely glad 
workers show lower turnover intentions, lower absence rates and infrequently higher performance 
that optimizes organisations’ success (Drabe et al., 2014). 


Job satisfaction is outlined as “the extent to which individuals like (satisfaction) or 
dislike (dissatisfaction) their jobs”. It results from individuals’ perception and analysis of their job, 
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influenced by their own distinctive desires, values and expectations they think are vital to them. 
Job satisfaction is outlined as “the extent of affectation about ones’ job in terms of like 
(satisfaction) or dislike (dissatisfaction)” (Guglielmi et al., 2016). The interest in job satisfaction 
stems from its major impact on employees’ outcome, long-term work success and it is direct link 
to an individual’s happiness (Mukhtar, 2012). Being satisfied with work is one important 
indicators of wellness of employees close to retirement.Employees close to retirement are 
presumed to be more satisfied with their jobs only if their job-related attitude and disposition 
continues to improve. Determinant of job satisfaction close to retirement are of special interest to 
experts as the employees’ perceptions, evaluations, convictions and sentiments about both their 
job and retiring from the profession is probably going to impact their retirement practices. Prior 
studies inform that high job satisfaction is suggested to be a valuable psychological resource which 
informs individuals attachment to the organization and do not want to relinquish at retirement 
(Davies, Van der Heijden & Flynn, 2017). However, prevailing levels of job satisfaction at pre- 
retirement has been linked to how employees react to how they are being treated at work. In this 
trend, the way employees perceived their gradual disengagement by management may have play 
a significant role whether employees are still happy close to retirement. Career transitions have 
been implicated as a major albatross in employees close to retirement job satisfaction (Robertson, 
2010). 


Career transition, a behavioural predisposition to engage in proactive strategies to 
make successfully role changes inherent towards a person’s career in the present job (Robertson, 
2010). Career transition is broken down into five dimensions. These are psychological resources 
believed potentiates which improve older employees job satisfaction. These factors include 
readiness, efficacy, control, perceived social support, and decision independence (Robertson, 
2010). Career readiness, suggests individuals perceived readiness to move into another job after 
retirement or entrepreneurial activities. Career readiness plays a crucial role towards retirement 
as energise and direct career and work behaviour towards retirement (Robertson, 2010). Career 
confidence, reflects how much confident about to retire person feels towards carrying out activities 
necessary to make a successful retirement i.e. entrepreneurship training, sabbatical leave learning 
new skills etc. A key factors in career development pursuits on what to do after retirement 
(Robertson, 2010). The third dimension is the perception the about is in “control” of retirement 
plans transitions. The belief that individuals have the skills and knowledge required to handle the 
change associated with career transitions (Robertson, 2010). Another factor is that influence about 
to retire is having the necessary career social support from their organisation. These include 
provisions of training and organisational support in taking up opportunities and exposure that 
will lead to self-sufficiency in later life for example taking political appointments, study leave, 
entrepreneurship etc. Lastly, about to retire “decision independence”, the perception that the 
career transition decision is an independent or autonomous one, or a decision made in 
consideration of the needs of others (Heppner et al., 1994). 


Aside organisational prescribed, dispositional factors play significant role in job 
related attitude for ageing employees. Variables affecting job satisfaction includes the “self- 
concept” or “self belief” of the employees close to retirement place on themselves. The duo of self- 
efficacy and self-esteem has been linked to job satisfaction outcome in several studies (Mega et al., 
2018). Self-concept, inspires evaluations and assessment that shaped the prevailing levels of job 
related attitude in employees; positive evaluations leads to positive feelings and negative 
evaluations the contrary (Ibid., 2018). Self-esteem translates to the perception of self-worth that 
suggests how much the employees’ values their achievement in life and present contribution to the 
organisation. Self-efficacy the second self-concept variable is the individual belief in their own 
ability and confidence to see through all endeavours in life. Ivancevich et al. (2006) relates that 
self-efficacy to personal beliefs about competence and self-ability. In actual sense it refers to the 
feeling of confidence derived over time through handling of organisational activities and belief 
that one can handle any future events or tasks confidently (Mega et. al., 2018). 
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In the Nigeria public service paid less attention to its employees at the twilight of their 
careers compared to employees in the private sector. Less attention is paid to activities that 
stimulates high job morale such that job satisfaction is hampered as such, employees close to 
retirement are disgruntled loosing interest in their jobs. Against this backdrop, this study seeks to 
investigate psycho-social correlates of job satisfaction among pre-retirement employees among 
civil servant in Lagos State, Nigeria. The following research questions will be answered in this 
study: 


(1) Examined if career transitions readiness, efficacy, control, perceived social support, 
and decision independence variables were significant correlates of job satisfaction. 


(2) The relationship between self-esteem, self-efficacy and job satisfaction. 


(3) Assessed if self-esteem, self-efficacy will moderate the role of readiness, efficacy, 
control, perceived social support, and decision independence variables as predictors of job 
satisfaction. 


1.2 Theoretical framework 


Locke’s (1976) range of affect theory and supers career construction theory guided this 
study. Range of affect theory proposed that job satisfaction translates to differences observe in 
what an individual wants in a job and his or her actual experience aftermath. The theory posit that 
if individuals values a certain facet of their job whether they experience satisfaction on the job 
depends on whether valued expectation are met or not compared to somebody who did not 
appreciate the value. Workers know what they want in a job and when they don’t get it, they 
become stressed and dissatisfaction sets in. At career twilight more employees look out for what 
they stand to gain as they leave the organisation and what value they are leaving behind to be 
remember for. For most people in the public service experience job dissatisfaction due unplanned 
career changes, corruption, poor remuneration, low morale makes retirement decision difficult 
thus their level of dissatisfaction. Apart from corruption, poor career progression creates a 
stressful environment for employees. Career construction theory, proposed that individuals build 
their career by given meaning to their own work behaviour. Career construction theory goes 
through intuitive thinking through which individuals give interpretation and direction on their 
vocational behaviour. 


Career construction theory views adaptation to career at twilight is shaped by five 
cardinal behaviours: exploration, orientation, management, disengagement and establishment. 
These positive activities form a cycle of adjustment constantly repeated as new transitions seem 
at the horizon. As each transition emanates, individuals can adapt more successfully if they meet 
the exchange with focused attention by using knowledgeable decision making, positive work effort 
leading to a solid commitment projected ahead, active role control, and near future deceleration 
and disengagement. For example, an employee prepares for retirement by revaluating what their 
job means to them. At career twilight more employees look for what information about what it is 
to be retired when they leave work, take on activities that will be useful at retirement, play a major 
role in taking strategic decisions, i.e. succession plan, expansion creating value in their 
organisations, gradually scale down their own activities, seeing themselves as valuable and 
prepares to leave a legacy sound job performance behind. Whether successful or not this pattern 
of adaptation influence employees job performance. 


1.3 Empirical review 


Literature examining about to retire and ageing workers job satisfaction have 
identified that older workers continue to work because of financial reasons and the values place 
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on work itself, and personal belief about work (Higgs et al., 2003). Paynter (2004) assessment of 
the motivational profiles of teachers showed that teachers above 50 years have significantly higher 
motivation scores than younger teachers below 40 years. Lange et al. (2006) found that age 
differences did not influence the level of work satisfaction but general value or similar aspects of 
work. Blau (2000) and Otto et al. (2010) found that job satisfaction predicted occupational change 
readiness for apprentices who are approaching the transition to their main occupation as 
unsatisfied apprentice scored higher on occupational change readiness. Lord (2002) 
demonstrated that self-esteem needs and self-actualisation were important motivation for older 
worker with sufficient income to retire. Jepsen and Choudhuri (2001) found that employees with 
stable occupational career patterns (OCPs) experienced lower job satisfaction than those who 
changed career patterns. Wanberg (1995) found that employees who transited from a demotivated 
activity where happier with their present jobs as reactions was stimulated by personal 
characteristics and factors around the change context (Wanberg & Banas, 2000). 


2. Method 
2.1 Research design 


The study was quantitative study which adopted cross-sectional survey research 
design in collecting the data. 


2.2 Study sample 


The population of the study includes employees close to their retirement either by age 
or due to years of service in ministries and parastatals in Lagos State, Nigeria. The respondents 
were selected from the population of about to retire civil servants from six ministries which include 
ministries of Health, Education, Sports and Culture, Agriculture, Finance, Works and Housing. 
One hundred and seventy-five employees close to retirement in six selected ministries chosen as 
the representative sample were selected through a multi-stage sampling method. At the first stage, 
purposive sampling technique adopted selected ministries. Consecutive sampling was used to 
select employees close to retirement who have three years or less to spend in service from the 
selected ministries within the period under consideration (July — August, 2015). 


2.3 Instrument 


The items on the questionnaire will be adapted from previous validated studies. The 
instrument asked questions the socio-demographic characteristics of the participants. These 
include: age, sex, education qualification, year of experience, income, marital status and 
educational qualification. Career transition was measured using career transitions inventory 
(CTI). The CTI originally had six constructs: (a) self-efficacy, (b) self-versus-relational focus, (c) 
motivation, (d) rational beliefs, (e) risk-taking, and (f) control. Reliability of the sub-dimensions 
ranged from .66 to .87 (median .69). The subscales of the CTI were positively correlated with the 
scales from the My Vocational Situation and the Hope Scale assessments (Heppner, Multon & 
Johnston, 1994). Self-esteem was measured using self-esteem scale 10- item scale developed by 
Rosenberg’s (1965). Sample items include: I feel that I am person of worth, comparable to others; 
I feel confident at any times. The scoring format was anchored on a5-point Likert scale ranging 
from 1= strongly agree to 5 = strongly disagree. The reliability of the scale as reported by the author 
is 0.82. Items 2, 5, 6, 8 and 9 had to be reversed. Higher scores indicate a higher global self-esteem. 
Self-efficacy was measured using Judge et al., (1998) 8-item measure self-efficacy scale. The 
measure includes: I often feel that there is nothing that I cannot do very well. The scale was 
anchored on a 5-point scale likert response format ranged from 1 (strongly disagree) to 5 (strongly 
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agree). The items within each scale were averaged to form a single score for generalized self- 
efficacy. Judge et al. (1998) reported 0.88 alpha as reliability for the scale. High scores on the scale 
represent increasing confidence and self-directed behaviour among the employees. Job 
satisfaction was captured using items adapted from the short form 20-item Minnesota satisfaction 
scale developed by Weiss, Dawis, England and Lofquist (1967). The scale is made up of two 
dimensions: intrinsic or extrinsic satisfaction. Responses was scored on a likert format ranged 1 
(strongly disagree) to 5 (strongly agree). Reliability for the intrinsic scale was reported to be .86: 
.80 for the extrinsic subscale, and .90 for the overall satisfaction scale. 


2.4 Procedure for data collection 


The researcher sought the necessary approval from the head of service. The researcher 
personally administer the questionnaires to the employees close to retirement at their various 
offices. The researcher obtained a verbal consent from the respondent after explaining to the 
respondents the nature of the research and that the information would be treated with 
confidentially. The questionnaires were administered directly on participants, while some was 
retrieved immediately and other respondents requested for the completion of the questionnaire. 
Three hundred and sixty questionnaires were distributed however only one hundred and seventy- 
eight were retrieved. The well completed questionnaires were used in the data analysis. 


2.5 Method of data 


Data analysis was carried out with the aid of Statistical Package for Social Sciences 
(SPSS) version 20. Descriptive statistics (frequency count, mean and standard deviation) is used 
to offer a snapshot of the basic characteristics of the respondents’ demographics. Relationship 
between variables were tested using Pearson correlation analysis at 0.05 level of significance. 


3. Results 


Frequency count and percentage were used to analyse respondents’ demographic 
information (age, gender, educational qualification, designation and length of service). The 
analyses are summarised below. 


Table 1. Socio demographic characteristics of respondents 


Demographic Characteristics Category Frequency Percentage % 
Gender Male 103 58.9 
Female 72 41.1 
Age Below 50 43 24.6 
50-55 65 37-1 
56-60 67 38.3 
Marital Status Married 153 87.4 
Single 11 6.3 
Divorced 5 2.9 
Widowed 6 3.4 
Religion Christianity 108 61.7 
Islam 65 37.1 
Others 2 1.1 
Educational Qualification O' Level 51 29.1 
OND/NCE 29 16.6 
HND 18 10.3 
BSC/BA/BED/BENG 31 17.7 
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MSC/MED/MENG/MA 10 17.1 
Professionals 10 5.7 
Pry School education 6 3.4 
Experience Below 20 years 37 21.1 
21-25 years 326 20.6 
26-30 years 43 24.6 
31-35 years 48 27.4 
Above 35 years 11 6.3 
Monthly Income N1i8,000 - N50,000 63 36.0 
N51,000 - N100,000 70 40.0 
N101, 000 - N150,000 13 7.4 
N151,000 - N200,000 10 5.7 
N201,000 - N300,000 11 6.3 
N301,000 - N500,000 8 4.6 


Results revealed that cumulative 75.4% were above 50 years of age which shows that 
the larger percentage are close to retirement either by age or years in service, while only 24.1% 
were below 50 years of age and are closer to retirement due to years spent in the civil service. As 
stipulated retirement in the Nigeria civil service is 60 years or 35 years in service. 87.4% were 
married. The larger percentage of the respondents (61.7%) were Christian. Distribution based on 
highest educational attainment shows that the respondents had primary school (3.4%), secondary 
school (29.1%), OND/NCE (16.6%), HND (10.3%), postgraduate degrees (17.1%), and 
professionals (5.7%) certification. Cumulatively, 66.3% have 30 years or less years of experience, 
27.4% have 31-35 years of experience, while 6.3% have years of experience above 35 years. This 
shows the some of the workers have their services extended beyond retirement age or years of 
experience. Furthermore, the result reveals that 76% earned =N= 100, 000 or less showing a high 
preponderance of lower cadre employees in the present sample. 


Correlation analyses of all the study variable was done using Statistical Package for 
Social Sciences (SPSS), the resulting output generated and arranged in Table 2. 


Table 2. Mean, standard deviation and zero order correlation 
matrix showing the relationship among variables in the study. 


Variables Mean SD 1 2 3 4 5 6 7 
JSAT 85.73 13.73 

PCTR 51.61 6011 55** 1 

PCCD 36.97 7.60 -.07 - 1 

PCC 22.15 5.81 -.26** 0.85 - 1 

PCS 17.34 4.48 -.29** -.13 .62** - 1 

PCD 18.31 5.53 -.19* -35** .61**  .25** - 1 

SE 26.93 3.57 53** -.28**  .40** 12 .34** - 

GSE 43.21 6.68 75°" 560** -.39** -.03  -.29** -.45**  - 





**Correlation is significant (p<0.01), Correlation is significant (p<0.05), *, - 

JSAT: Job satisfaction; PCTR: Personal Career Transition readiness; PCCD: Personal Career 
Confidence Development; PCC: Personal Career Control; PCS; Personal Career Support; PCD: 
Personal Career Decision; SE: Self Esteem; GSE: General Self Efficacy 


The results demonstrated that Career Transition readiness (r = .55, p<0.01), self- 
esteem (r = .53, p<0.01), and general self-efficacy (r = .76, p<0.01) were significant positive 
correlates of job satisfaction. It was demonstrated that high self-value, self-confidences induced 
higher levels of job satisfaction in about to retire workers. In addition, being read to make career 
transition was associated with high job satisfaction. It is increasingly clear that people who are 
confident of the future, valued their career or contributions to the organisation and are readily 
prepared to other career roles in life were more satisfy with their jobs. However, the result 
demonstrated that personal career control (r = -.26, p<0.01), career support (r =-.17, p<0.01), and 
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personal career decision (r = -.19, p<0.01) have significant inverse relationship with job 
satisfaction. This implies that though individuals received low support for their career, were not 
responsible for their career decisions and control; they were still happier with their jobs. This 
suggest that possibly the presence high self-esteem and self-efficacy moderated the job satisfaction 
outcome for career transition variables. 


4. Discussion 


The study investigated relationship between job satisfaction and career transition 
variables among employees close to retirement in Lagos state public service. The results 
demonstrated that career transition readiness, self-esteem, and general self-efficacy were 
significant positive correlates of job satisfaction. High self-value, self-confidences induced higher 
levels of job satisfaction among employees close to retirement. In addition, readiness to make 
career transition was associated with higher job satisfaction. These findings support Lord (2002) 
who found that self-esteem needs and self-actualisation are primarily motivation for older worker 
with sufficient income to retire. As demonstrated, employees being confident of the future, valuing 
their career or contributions to the organisation and are readily prepared to other career roles in 
life will be more satisfy with his/her jobs. In the same vein, the findings support the study which 
identified job satisfaction proved to be correlates of occupational change readiness for apprentices 
who are approaching the transition to their main occupation (Blau, 2000; Otto et al., 2010). Those 
unsatisfied with their job or apprenticeship scored higher on occupational change readiness. 
These findings is similar to Higgs et al. (2002) who demonstrated that older employees who valued 
their job or their personal belief were happier with their job and see reason to continue on their 
jobs. In addition, the result demonstrated that personal career control, career support, and 
personal career decision have significant inverse relationship with job satisfaction. This implies 
that though individuals received low support for their career transition effort, career decisions and 
control; they were still happier with their jobs. Inadequate preparation and lack of support did not 
dampen their level of job satisfaction (Baumgardner, Heppner & Arkin, 1986). The findings were 
in contrast with Jepsen and Choudhuri (2001) who demonstrated that employees with stable 
occupational career patterns (OCPs) often experienced lower job satisfaction than those who 
changed career patterns. Results also support Wanberg (1995) who demonstrated that employees 
who transited from a demotivated activity where happier with their present jobs as reactions was 
stimulated by personal characteristics and factors around the change context (Wanberg & Banas, 
2000). This finding support Locke’s (1976) range of affect theory and super career construction 
theory that employees’ value expectation at any point in their career affects their job related 
attitude. In addition, situation during career transition shapes employees job related attitude. 
Inadequate attention to civil servant and their needs make them dissatisfied with their job. These 
have overall impact on the productivity and commitment of these employees at these point in time. 


5. Conclusion and recommendation 


This study reveals that most of the career transition and self-concept variables used in 
the study are covariates of job satisfaction among employees close to retirement in the Lagos State 
public service with the exception of personal career confidence development.This study concluded 
that career transition readiness and high employees self-values are factors that is making civil 
servants happy on the job. In addition, the result demonstrated lack of control over their career, 
lack of support for their career and poor career decision were associated with job dissatisfaction. 
In other words, individual self-concept is what is making the job meaningful, despite lack of 
support for civil servant at the twilight of their career. This study recommends job enrichment, 
retirement planning and career counselling for the ageing work force. This study is limited due to 
its cross-sectional nature and small sample size. It is recommended that future study should be 
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longitudinal, the sample size should be increased to include public servants in parastatals and 
agencies. In addition, future studies should examine the possible presence of mediational and 
moderation effect of self-esteem and self-efficacy on career transition variables and job 
satisfaction. 
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